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ABSTRACT 
This study attempts to present a picture of associates’ decision to resign from Honda 
Malaysia. The primary purpose of this study is to analyse turnover opportunities, 
career advancement and leadership, and to investigate reasons influencing the 
intention to leave a company or organisation. Therefore, this research focuses on 
variables that affect workers’ intention to leave sectors of the manufacturing industry 
in Malaysia, with a focus on Honda. The study population is comprised of the Honda 
Malaysia workforce. Data were collected from 247 respondents comprising assistant 
managers, senior executives, executives, and clerical staff. SmartPLS was used in 
order to determine whether the hypotheses were accepted. The results support two of 
the hypotheses of this study. We found that both leadership as well as turnover 
opportunities had significant (positive) effect on the decision to leave Honda 
Malaysia. The results also concluded that the prospect of career advancement does 
not support or influence associates’ intention to leave the organisation. Their 
decision is instead based on the output as received from the respondents of the 
survey. It is hoped that the outcome of this study can be used as a guide for Honda 
Malaysia to retain their workforce. 
 
Keywords: turnover opportunities, career advancement, leadership, intention to 
leave 
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ABSTRAK 
Kajian ini bertujuan untuk membincangkan faktor kebarangkalian yang 
mempengaruhi pekerja untuk berhenti dari syarikat Honda Malaysia. Tujuan utama 
kajian ini adalah untuk mengkaji niat dan sebab untuk berhenti, peluang kenaikan 
kerjaya dan kepimpinan dan peluang di luar serta sebab-sebab yang berkaitan 
terhadap niat pekerja untuk meninggalkan syarikat Honda Malaysia. Skop kajian ini 
termasuklah mengkaji semua isu yang melibatkan kecenderungan pekerja terhadap 
pemberhentian kerja di dalam sesebuah syarikat. Oleh itu, kajian ini hanya memberi 
tumpuan kepada faktor-faktor yang paling mempengaruhi, seperti niat untuk meletak 
jawatan, kenaikan pangkat, gaya kepimpinan, dan pembolehubah yang memberi 
kesan kepada niat pekerja untuk berhenti dari industri pembuatan di Malaysia. 
Populasi kajian hanya memberi fokus kepada pekerja Honda Malaysia. Oleh itu, data 
telah dikumpul daripada 247 responden terdiri daripada penolong pengurus, 
eksekutif kanan, eksekutif, dan kakitangan perkeranian. SmartPLS telah digunakan 
sebagai perisian untuk menentukan sama ada hipotesis itu di terima atau di tolak. 
Hasil kajian ini menyokong dua hipotesis kajian dan telah di dapati bahawa hanya 
dua pembolehubah iaitu gaya kepimpinan ketua dan peluang perkerjaan lain 
mempunyai (positif) hubungan yang signifikan terhadap niat untuk meninggalkan 
Honda Malaysia. Keputusan kajian ini juga membuat kesimpulan bahawa peluang 
kenaikan kerjaya tidak mempengaruhi niat perkerja untuk meninggalkan organisasi 
yang berasaskan output yang diterima daripada responden kaji selidik yang 
diedarkan. Semoga hasil kajian ini boleh digunapakai sebagai panduan dan rujukan 
bagi Honda Malaysia untuk menambah baik sistem dan dasar syarikat. Dengan ini, 
secara tidak lansung membolehkan Honda Malaysia menjadi tempat impian bekerja 
semua pekerja sedia ada dan bakal pekerja di masa hadapan. Di samping itu juga, 
kajian ini turut memberi manfaat dan rujukan kepada organisasi dan industri 
berkaitan. 
 
Kata kunci: peluang untuk berhenti, peluang kenaikan kerjaya, kepimpinan, niat 
untuk meninggalkan 
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 CHAPTER One
INTRODUCTION 
1.1 Background of the Study 
For most organisations, losing associates, especially those who are functional, is 
painful. Negative effects besides financial costs are interruption in quality, 
productivity, and adverse effect on organisational performance (Galletta, Portoghese, 
and Battistelli, 2011; Miller, 2010). Thus, it is crucial for an organisation to prevent 
or minimise their associates leaving. This requires that the organisation identify the 
reasons that people leave, as well as identify the ‘intention to leave’ feeling among 
associates. Improving knowledge concerning both factors helps employers attract 
and retain staff, which, in turn, enables them to avoid potential problems related to 
turnover. 
 
In the manufacturing industry, six components need to be in place to ensure 
successful and timely production. These are known as the 6Ms of production: 
machine, method, material, manpower, measurement, and mother nature 
(environment). Since manpower is paramount in a business organisation, associates 
are considered as the greatest asset of an organisation. In the era of global 
competition, many factories use automation to make products, but humans are still 
needed to operate machines, to make sure machines run smoothly, and to create 
production planning and schedules. Organisations require associates to ensure that 
the vision, mission, and objectives are practicable and achieved. Most organisations 
give importance to human resources in realising the success of their businesses 
(Johanim et al., 2012). Business organisations may have variable resources, such as 
The contents of 
the thesis is for 
internal user 
only 
 86 
References 
Ajzen, I., Fishbein, M. (1980). Understanding Attitudes and Predicting Social 
Behaviour. Englewood Cliffs, New Jersey: Prentice-Hall. 
Aondoaver Uncho and Terseer Mkavga. (2012). Job satisfaction, gender, tenure, and 
turnover intentions among civil servants in Benue State. Interdisciplinary 
Journal of Contemporary Research in Business, 3(11), 378-387. 
Australia. (2013). Employers’ Perception of Manufacturing. Department of Industry, 
Innovation, Climate Chnage, Science, Research and Tertiary. Camberra: 
Australian. 
Bibby, C. L. (2008). Should I stay or should I leave? Perceptions of age 
discrimination, organisational justice, and associatessattitudes on intention to 
leave. Journal of Applied Management and Entrepreneurship, 13, 63-86. 
Buang, A. (1993). Different places, different voices. Gender and development in 
Africa, Asia and Latin America. In J. H. Momsen, Development and factory 
women. Negative perceptions from a Malaysian Source Area (pp. 197-210). 
London: Routledge. 
Chen, G. P. (2011). The power of momemtum: A new model of dynamic 
relationships between job satisfaction change and turnover intentions. Academy 
of Management Journal, 54(1), 159-181. 
Cheng, Shwu-Ru Liou and Ching-Yu. (2010). Organisational Climate, 
Organisational Commitment and Intention To Leave Amongst Hospital 
Manufacturing associatess in Taiwan. Journal of Clinical Automotive, 19, 1635-
1644. 
Chin, W.W. (1998a), “The partial least squares approach for structural equation 
modeling”, in 
  87 
Marcoulides, G.A. (Ed), Modern Methods for Business Research, Lawrence Erlbaum 
Associates Publishers, NJ, pp. 295-336. 
Cohen, S. (1988). Psychosocial models of social support in the etiology of physical 
disease. Health Psychology, 7, 269 –297. 
Cottini, E. K. (2009). Adverse Workplace Conditions, High-Involvement Work 
Practices and Labor Turnover: Evidence from Danish Linked Employer-
Associatess Data. Bonn: The Institute of Study of Labor. 
Cotton, J. and. (1986). Associatess turnover: A meta-analysis and review with 
implication for research. Academic of Management Review, 11(1), 55-70. 
Dickter, D. N. (1996). Temporal tempering: An event history analysis of the process 
of voluntary turnover. Journal of Applied Psychology, 81, 705-716. 
Edwin B. Flippo. (1984). Personnel Management (6 ed.). New York: McGraw Hill 
Inc. 
Emberland, J.S and Rundmo, T. (2010). Implication of job insecurity perceptions 
and job insecurity responses for psychological wellbeing, turnover intentions 
and reported risk behavior. Safety Science, 48, 452-459. 
Fishbein, M and Ajzen. (1975). Belief, attitude, intention, and behavior: An 
introduction to theory on research. M.A: Addison-Wesley. 
Fishbein, M. and Ajzen, I. (1975). Belief, attitude, intention, and behavior: An 
introduction to theory and research. Reading, MA: Addison-Wesley. 
Fornell, C. and Larcker, D.F. (1981), “Evaluating structural equation models with 
unobservable variables and measurement error”, Journal of Marketing Research, 
Vol. 18 No. 1, pp. 39-50. 
  88 
George, J. M. (1999). Organisational Behavior. NYC: Addison-Wesley Publishing 
Organisation Inc. 
Griffeth, R. W. (2000). Sources of conflict between work and family roles. Academy 
of Management Review, 26, 463-488. 
Hair F Jr, J., Sarstedt, M., Hopkins, L., and G. Kuppelwieser, V. (2014). Partial least 
squares structural equation modeling (PLS-SEM) An emerging tool in business 
research. European Business Review, 26(2), 106-121. 
Hair, J. F. (2010). Multivariate data analysis. New Jersey: Pearson Prentice Hall, 
Seventh Edition. 
Hair, J. F., Ringle, C. M., and Sarstedt, M. (2011). PLS-SEM: Indeed a silver bullet. 
Journal of Marketing Theory and Practice, 19(2), 139-152. 
Hair, J. F., Sarstedt, M., Pieper, T. M., and Ringle, C. M. (2012). The use of partial 
least squares structural equation modeling in strategic management research: a 
review of past practices and recommendations for future applications. Long 
range planning, 45(5), 320-340. 
Igbaria, M., and Greenhaus, J.H. (1992). Determinants of MIS Associates Turnover 
Intention: A Structural Equation Model. Communications of the ACM, 35(2), 
35-49. 
Jeffrey K. Sager, Mark W. Johnson. (1989). Antecedents and Outcomes of 
Organisational Commitment: A Study of Salespeople. Jurnal of Personal Selling 
and Sales Management, 9(Spring 89), 30-41. 
Jha, S. (2009). Determinants of associatess turnover intentions: A Review. 
Management Today, 9(2), 26-33. 
  89 
Johanim Johari, T. F. (2012). Promoting Associatess Intention to Stay: Do Human 
Resource Management Practices Matter? Journal of Economics and 
Management, 6(2), 396-416. 
Kacmar, K. M. (2006). Sure everyone can be repalced...but at what cost? Turnover 
as a predictor of unit-level performance. Academy of Management Journal, 49, 
133-144. 
Kaur, A. (2008). International Migration and Governance in Malaysia: Policy and 
Performance. UNEAC Asia Papers, 2008(22), 1-18. 
Khozaei, F., Ramayah, T., Sanusi Hassan, A., and Surienty, L. (2012). Sense of 
attachment to place and fulfilled preferences, the mediating role of housing 
satisfaction. Property Management, 30(3), 292-310. 
Kingdom, U. (2012). Employers’ perceptions of manufacturing and efforts to 
rebalance the UK economy. University of Cambridge. London: United 
Kingdom. 
Kopelman, R. R. (1992). Rationale and construct validity evidence for the Job 
Search Behavior Index. Journal of Vocational Behavior, 40, 269-287. 
Kreitner, B. and. (2010). Organisational Behavior (9 ed.). New York: McGraw-Hill. 
Kysilka, D. and. (2013). Associatess turnover in the hospital industry. Annals. 
Economics Science Series, 19(2013), 377-384. 
Lai, P. S. (2008). Distancing flexibility in hotel industry: The role of employment 
agencies as labor suppliers. The International Journal of Human Resources 
Management, 19, 132-154. 
  90 
Lambert, E. G. (2001). The impact of job satisfaction on turnover intent: A test of a 
structural measurement model using a national sample of associatess. The Social 
Science Journal, 38, 233-250. 
Lee, T. W. (1994). An alternative approach the unfolding model of associatess 
turnover. Academy of Management Review, 19, 51-89. 
Liew Chai Hong and Sharon Kaur. (2008). A Relationship Between Organisational 
Climate, Associatess Personality and Intention to Leave. International Review 
of Business Research Papers, 4(3), 1-10. 
Locke, E. A. (1976). The nature and causes of job dissatisfaction. In The Handbook 
of Industrial and Organisational Psychology (In M.D. Dunnette ed., pp. 901-
926). Chicago: Rand McNally. 
Mano-Negrin, R. T. (2004). Job search modes and turnover. Career Development 
International, 9(5), 442-458. 
Maxwell K. H., J. J. (2003). Perceived career incentives and intent to leave. 
Information and Management, 40, 361-369. 
Mishra, S.K. and Bhatnagar, D. (2010). Linking emotional dissonance and 
organisational identification to turnover intention and emotional well-being: A 
study of medical representatives in India. Human Resource Management, 49, 
401-419. 
Mobley, W. H. (1978). A evaluation of precursors of hospital associates turnover. 
Journal of Applied Psychology, 63(4), 408-414. 
Mobley, W. H. (1979). Review and conceptual analysis of the associatess turnover 
process. Psychollogical Bulleting, 86, 493-522. 
  91 
Mobley, W. H. (1982). Intermediate Linkages in the Relationships between Job 
Satisfaction and Associatess Turnover. Journal of Applied Psychology, 62(2), 
237-240. 
Morell, K. L.-C. (2001). Unwearing leaving: the use of models in the management of 
associatess turnover. Business School Research Series, 1-65. 
Muhammad, M.A, Jamilha F.M. (2010). Level of Job Satisfaction and Intent to 
Leave Among Malaysian Manufacturing associatess. Semiannual 
Employers’ation, 3(1), 123. 
Neupane, A., Soar, J., Vaidya, K., and Yong, J. (2014). Willingness to adopt e-
procurement to reduce corruption: Results of the PLS Path modeling. 
Transforming Government: People, Process and Policy, 8(4), 500-520. 
Omar, S., and Noordin, F. (2013). Career adaptability and intention to leave among 
ICT professionals: An exploratory study. TOJET, 12(4). 
Pitts, D. M. (2011). So hard to say goog bye? Turnover intention among US federal 
associates. Administration Review, 71(5), 751-760. 
Ponnu, C. H. (2010). Organisational commitment, organisational justice and 
associatess turnover in Malaysia. African Journal of Business Management, 
4(13), 2676-2692. 
Porter, L. W. and Steers, R. M. (1973). Organisational, work, and personal factors in 
associatess turnover and absenteeism. Psychological Bulletin, 80(2), 151-176. 
Price, J. (1977). The Study of Turnover. Ames I.A: IOWA State Press. 
Price, J. I. (1986). Absenteeism and turnover of hospital associatess. Greenwich 
City: JAI Press. 
  92 
Price, J. I. (2001). Refelections on the determinants of voluntary turnover. 
International Journal of Manpower, 22(7), 660-624. 
Price, J. L. (1981). A casual model for turnover for manufacturing associatess. 
Academy of Management Journal, 24, 543-565. 
Robbins, S.P. and Judge, T.A. (2013). Organisational Behavior. London: Pearson 
Education, Inc. 
Roznowski, M. and. (1992). The scientific of valid measures of general construct 
with special reference to job satisfaction and job withdrawal. New York: 
Lexington Books. 
Samad, S. (2006). The contribution of demographic variables: Job characteristics and 
career advancement on turnover intentions. Journal of International 
Management Studies, 1(1), 1-12. 
Shore, L. M. (1989). Career advancement and organisational commitment in 
relations to work performance. Human Relations, 42(7), 625-638. 
Steel, R. P. (1984). A review and meta-analysis of research on the relationship 
between behavioral intentions and associatess turnover. Journal of Applied 
Psychology, 69, 673-686. 
Tabachnick, B., and Fidell, L. (2007). Using Multivariate Statistics. Boston: Perason 
Education: Inc. 
Tan Kwang How. (1995). Planning, Recruiting and Selecting Human Resources (1 
ed.). Shah Alam, Selangor: Federal Employers’ation Sdn. BHd. 
  93 
Tett, R. P. and Meyer, J. P. (1993). Job satisfation, organisational commitment, 
turover intention and turnover: Path analyses based on meta-analytic findings. 
Peronnel Psychology, 46, 259-290. 
Tyagi, P. K. and Wotruba, T. R. (1993). An exploratory study of reverse causality 
relationships among sales force turnover variables. Journal of the Academy of 
Marketing Science, 21, 143-153. 
Uma Sekaran and Bougie, R. (2010). Research Methods for Business: A Skill 
Building Approach. London: John Wiley and Sons. 
Vernon, L. H. (2012). Career advancement, perceived available of job alternative 
and turnover intentions. The case of Alumina Industry in surname. Institute for 
Social Studies. 
Watson, T. (2013). Towers Watson’s General Industry Total Rewards Seminars. 
Towers Watson Malaysia’s General Industry Total Rewards Seminar (pp. 1-4). 
Kuala Lumpur: Towers Watson. 
Weisberg, J. (1994). Measuring associatess’ burnout and intention to leave. 
International Journal of Manpower, 15(1), 4-14. 
 
 
 
 
 
